This study was dealt with aiming to examine the most important factors (education and selfdevelopment, administrative competence, success mentality, motivation and rewarding) affecting administrative and organizational success in the forest resource management of Turkey. For this purpose, four different questionnaires were applied to the total of 565 interviewees related to the forestry section of the Ministry of Forestry and Water Affairs and four different interest groups (employees, subject experts, related institutions and nongovernmental organizations representatives) in nine geographical regions of Turkey. To gather data about the subject and to reach the results, face to face interviews were conducted with interest groups, a questionnaire was applied. The layered-simple random sampling method was used as a sampling method. All obtained data were used as material. The research data were evaluated with descriptive statistics, it was inspected with the Kruskal-Wallis H-Test whether the thoughts of the interviewees related to the most important factors affecting administrative and organizational success differ according to the regions, and the departments, the position and the experience. The different groups were determined by the Duncan Test. Accordingly, most of the interviewees think that the undergraduate education, prevocational and in-service training are inadequate and that they need the most social and economic comprehensive information in the management of forest resources. Middle and upper level managers have the opportunity to further develop themselves, as the duration of experience increases, the administrative competence about forest resources management increases, but scientific studies and research results related to forestry are mostly not followed. The majority of the interviewees correctly identified administrative and organizational success in forestry, determined the most important factors affecting success as organizational and administrative factors and found that there was little or no relationship between success and reward. To increase the success in the forestry, the employees should participate in decisions and the success should be measured and evaluated objectively and numerically in the form of institutional success. According to the results, some suggestions were put forward for development of forest resources management. APPLIED ECOLOGY AND ENVIRONMENTAL RESEARCH 17(4):8713-8735.
Introduction
Sustainability and multiple utilization principles in forest resources management form the basis of contemporary forestry approach (Aktan, 2013 resources is the key factor to fulfill the innovations in those mentioned fields and provide sustainability in forestry and sustainability couldn't be ensured unless sufficient development is achieved in terms of human resources (Pinstrup-Andersen et al., 1998; Szaro et al., 2000) . Considering the multifunctional services of forests in the planning and management processes are gradually becoming important in terms of conservation, development and expansion of the forest lands within the context of sustainable management (Baynes et al., 2015; Miteva et al., 2015) . Parallel to this approach human resources, particularly the technical staff, has an important role in utilizing forest resources, actualizing new approaches in forestry and achieving the goals of forestry policy (Krott, 2005; Mendes, 2006) . In other words, it is impossible to determine and implement effective policies, to solve numerous problems and to achieve sectoral progress without solving the problems of human resources in forestry (Hasanagas, 2014; Wibowo and Giessen, 2015) .
Conserving the forest lands and providing the society with forest products sustainably are the duties, which are assigned through the constitution and the legislation, of the forestry organization in Turkey. Fulfillment of this duty as precisely as possible makes it obligatory for the organization to be dispersed and nature compatible (Toksoy et al., 2011) . The country-wide problems such as complicated organizational structure, political oppression over the forestry organization and the employees, unequal distribution of human resources to central and provincial units, various unjust appointment and promotion issues are of the main factors that affect human resources (Özdönmez et al., 1998; Gümüş, 2014) . Considering the issues listed above for Turkey, it can be clearly observed how essential it is to provide the employees, particularly the technical staff, with job satisfaction. In other words, human resources require to be managed well to ensure sustainable forest resources management. Within this context, it is seen that the concepts such as education, motivation, organizational and administrative success become prominent with regard to sustainable forest resources management (Torres-Rojo et al., 2016; Tumbach et al., 2018) .
The characteristics of the forestry practices and the duties of the forestry organization require the staff that is to be employed in the field be specialized in terms of training and education (Kaplan, 1998; Hansman et al., 2016) . The organizational structure which is established for the performance of forestry practices also diversifies the training and education of the personnel (Özdönmez et al., 1998) . Meanwhile, the absence of a widespread and well-organized education system is a common obstacle against properly benefiting from educated staff for many countries. Although developing countries possess 50% of the whole world's forest lands, they employ only a small proportion of professional foresters and technicians (Schmithüsen, 1983; Elands et al., 2004; MacDicken et al., 2015) . On the other hand, when forestry is analyzed in terms of human resources in developed countries, it is seen that training and development of the staff is among the mostly emphasized issues (Imamura, 1982; Hajjar and Oldekop, 2018) . Therefore, the importance of well-trained and educated professional human resources for the sake of sustainable forest resources management can be clearly observed.
Monitoring the moral and physical needs of the employees, providing the work environment that meet their goals and expectations, ensuring the consistency among the organizational goals and staff goals in order to enhance motivation and improve labor productivity are considered as basic management processes not only for the motivation of the employees but also for the achievement of organizational goals (Gümüş and Beşir, 2012; Lyons et al., 2016) . The most effective motivation tools are determined as http://www.aloki.hu • ISSN 1589 1623 (Print) • ISSN 1785 0037 (Online) DOI: http://dx.doi.org/10.15666/aeer/1704_87138735  2019, ALÖKI Kft., Budapest, Hungary satisfying wages, appreciation, job security, promotion and work satisfaction (Wiley, 1997; Burns and Giessen, 2016) . In this regard, the motivation of the employees of the organization in parallel with the job satisfaction among them is crucially important when organizational success and the achievement of future goals are considered. Forestry organization is an economic organization with public responsibilities, goals and duties to achieve (Daşdemir, 1998) . Before determining the factors that affect success in this organization, it is necessary to identify what success means for it. In general, success for an organization is a multi-dimensional concept according to contemporary management approach and can be identified as the level of qualitative and quantitative achievement in scheduled activities, duties and goals with the interactive cooperation of all components of the system (Daşdemir, 1996; Akal, 2005) . Despite it is possible to measure success in absolute and relative terms; it is possible to mention about different kinds of success such as economic success, technical success, biological and biophysical success, administrative and organizational success etc. Administrative and organizational success mostly related with organizational, environmental and human factors. The administrative dimension of success is a factor of production that actualizes the administration function. The core of this production factor is human, in other words, the administrators. Accordingly, administrators are responsible for the achievement of organizational goals by combining the efforts of the employees with the other resources within a process that consists of activities such as planning, decision making, organizing, leading, coordinating and supervising. Then, the characteristics that administrators should bear, emerge as the factors that form the most crucial dimension of organizational success. These factors affect the administrative success and hence are dependent on the environmental, organizational and administrative ones (Daşdemir, 1998) .
Forestry in Turkey is based on public administration and public property. The institutions which are responsible for forest resources management in Turkey are the General Directorate of Forestry (GDF), the General Directorate of Nature Conservation and National Parks (GDNCNP) and the General Directorate of Combating Desertification and Erosion (GDCDE) under the Ministry of Forestry and Water Affairs (MFWA). The forestry organization, which is responsible for sustainable forest resources management, needs not only an ideal organizational structure but also employees with sufficiency and performance in order to achieve organizational goals and success. For this reason, it is important to identify the factors that affect the administrative and organizational success of the employees.
Therefore, this study aims to evaluate sustainable forest resources management efficiency, training, knowledge and supervision levels of the employees that work as administrators and technical staff in the forestry organization in Turkey. The study also aims to evaluate the administrative and organizational success mentality of the staff, their motivation level, motivation-success relation, measures to take in order to improve success and success measuring system. While evaluating the mentioned issues, the study considers the attitudes of four different interest groups which are the employees, experts, related institutions and nongovernmental organizations (NGO) representatives. The study has been conducted throughout the country among 565 participants including administrators and technical staff who work in forestry sector (GDF, GDNCNP and GDCDE) of the Ministry of Forestry and Water Affairs, and experts, related institutions and NGO representatives. The study has been carried out through interviews and questionnaires. The results are thought to contribute to sustainable forest resources http 
Material and Method

Material
The study has been carried out among the sample group that consists of the employees working in the forestry sector (GDF, GDNCNP and GDCDE) of the MFWA. The provinces (İstanbul, İzmir, Antalya, Adana, Bolu, Trabzon, Erzurum, Şanlıurfa and Ankara) with intense forestry activities have been included to represent the nine geographical regions of Turkey.
Participants belonging to four different interest groups, which are the employees, experts, related institutions and NGO representatives, from the cities listed above have been interviewed and questionnaires have been applied in order to evaluate the factors that affect administrative and organizational success in Turkish forestry sector. Four different interview and questionnaire forms had been prepared for each interest group. The questions in the forms are generally as follows: (1) The sufficiency of the education and the opportunity of self-development, (2) Administrative competence of the employees, (3) Success mentality and (4) Motivation. Similar and different questions were asked for each interest group in the questionnaire forms. The forms include both open-ended and closed-end questions. All kinds of qualitative and quantitative data obtained from research on four different interest groups and literature review are the main materials of the study.
Data Collection Method
The population of the study consists of the technical staff and administrators working in central and provincial units of forestry organization of the MFWA (N=4704) (MFWA, 2016). The number of employees within the scope of this study was calculated using the following formula (Eq.1) related to the sample size in measurable groups (Orhunbilge, 2000; Daşdemir, 2016) ;
where n is the size of the sample, Z is reliability coefficient (Z=1.96 for 95 % of confidence level), N is the size of the population (N=4704), p is the existence possibility of the measured feature in the population, q is absence possibility of the measured feature in the population (p=0.5; q=0.5 a) and D is acceptable sampling error (0.05).
According to this, n was calculated as 355 and so the minimum number of the interviewees was determined. The minimum number of the participants to be interviewed for each region was calculated by multiplying the number of the employees in each region with the calculated n/N coefficient which represents that each layer has been sampled in proportion to its percent. On the other hand, the number 355 was exceeded and 463 participants, who are technical staffs and administrators, were interviewed during the study ( Table 1) .
The interviewee and the questionnaire participants were selected randomly in each region. Thus, stratified-simple random sampling method was utilized in the study. http As well as the staffs in the forestry organization, a survey research was carried out on 32 representatives of related institutions (municipal authorities, forestry faculties, provincial directorate of agriculture etc.), 37 NGO representatives (the Chamber of Forest Engineers, the Foresters' Association of Turkey, the Foundation for the Promotion and Protection of the Environment and Cultural Heritage, forestry cooperatives, Village Headmen Association, Forestry Union etc.) and 33 experts who have scientific studies on forest resources management or who have been working in forestry organization as administrator for many years and have knowledge on administration of forestry organization and restructuring. Since the actual numbers of other interest groups in each region were small, the survey was conducted in full field (on all their numbers) in each region. Therefore, the sample sizes of other interest groups are equal to their actual numbers. Thus, a total of 565 participants from the four different interest groups were interviewed ( Table 1 ). The interviews were conducted in 2016. A pretesting was applied for the questionnaire. In the pretesting process, the attitudes of the participants about the questionnaire, the convenience of the questionnaire forms, the clarity of the questions and missing parts were determined, questionnaire form was rearranged. Then the participants were informed about the importance of the subject and the questionnaires were conducted through face to face meetings.
Data Evaluation Method
The data which are mostly qualitative and obtained from four different interest groups' questionnaire survey have been identified and digitized as variables in Table 2 .
The data was evaluated through descriptive statistics, the Kruskal-Wallis (K-W) H Test and the Duncan's Test and the results were shown in tables. The software Excel-2010 and SPSS (22.0 version) were utilized to evaluate the data.
Results
General Results on Participants and Evaluations
A total of 565 people from four interest groups located in 9 geographical regions in Turkey were interviewed and questionnaires were conducted during this study. 463 of them work as manager and technical staff in the forestry organization. 59% of the participants of the questionnaire are engineers, 11% are forest chiefs, 2% are deputy director of forest enterprises, 2% are managers of forest enterprises, and 24% are branch managers, deputy director or directors of regional directorates of forestry. Also, 52% of the experts, number of which is 33, work under the MFWA, 42% are academicians from faculties of forestry and 6% are retired forest engineers. 28% of the 32 participants from related organization representatives are the employees of municipalities or various ministries, 53% are of forestry faculties, 19% are of other institutions related to forestry such as General Directorate of State Hydraulic Works (DSI) and General Directorate of Highways (TCK) etc. 34% of these mentioned participants are technical staff, 13% are administrators and 53% are academicians. On the other hand, 51% of the 37 participants, who are NGO representatives, are either the members of the Chamber of Forest Engineers or the Foresters' Association, 8% are the members of unions and 41% are the members of foundations etc. related to forestry. 68% of them are members, 32% are either managers or deputy managers.
The educational status, the administrative task duration and experience for the 463 participants who work as administrators and technical staff in the forestry sector across Turkey are indicated in Table 3 .
Considering the Table 3 , it can be understood that most of the questionnaire participants (65%) have been working in their current administrative positions between 0-5 years. The rate of those who have been working in the same administrative position more than 11 years is 13%. In other words, 87% of the staff working as administrators have worked in their position maximum for 10 years. Whereas 51% of the survey participants have a 20-year job experience, 49% of the participants have an experience of 21 years or more. 73% of the participants have a bachelor's degree in forest engineering. Only 24% of them have either master or Ph.D. degree while 3% are graduates of some other faculties. This is an important progress in training qualified administrators and technical staff. Approximately 70% of the participants who were consulted as experts are either graduates of two different faculties or have graduate degree (master or Ph.D.).
Sufficiency of Education and Opportunity of Self-Improvement
In this part of the study, the employees in the forestry sector and the experts on organizational structure and administration were asked their attitudes about the sufficiency of the education received in forestry faculties on forest resources management, the sufficiency of the prevocational training, in-service training and human resources development activities provided by the forestry organization. http Opportunities of raising the motivation / success of staff Besides, those working as administrators (on planning, organization, operation, and supervision) and technical staff were also asked what kind of knowledge background they require mostly and their attitudes on the opportunity of self-improvement. The attitudes of the participants were evaluated and the results were indicated in Table 4 . The question, whether the attitudes of the employees differ depending on the regions, departments, position and job experience or not was tested through statistical analyses as well ( Table 5) .
Sixty-four percent of the participants who work for forestry organization and 73% of the experts define the sufficiency of the education received in forestry faculties on forest resources management as "moderately sufficient" ( Table 4 ). As it is indicated in Table 5 , the region, department and position have no significant effect on their attitude. However, as for job experience, 95% of reliability level makes a significant difference. It has been observed that less experienced employees (0-10 years of experience) generally define the sufficiency of the education received in forestry faculties on forest resources management as "slightly sufficient" and "moderately sufficient" whereas those with medium, high and quite high experience (≥11 years) mostly define as "reasonably sufficient".
Forty-six percent of the employees find the prevocational training provided by the organization "moderately sufficient" ( Table 4) . At this point, the attitudes of the employees differ depending on the region with a reliability level of 99% whereas their attitudes have differences in terms of the position, department and experience with a reliability level of 95%. While those who work in İstanbul, Şanlıurfa, Adana, Antalya and İzmir generally find prevocational training "slightly sufficient", the staff work in Ankara, Bolu, Trabzon and Erzurum mostly find "moderately sufficient". When the departments are considered, those working at the General Directorate of Forestry (GDF) and the General Directorate of Nature Conservation and National Parks (GDNCNP) define training as "slightly sufficient" and "moderately sufficient". On the other hand, the employees working at the General Directorate of Combating Desertification and Erosion (GDCDE) find the mentioned training "moderately sufficient" and "very sufficient". Engineers also find the prevocational training provided by the organization "slightly sufficient" and "moderately sufficient" whereas operation chiefs, assistant http operation managers, operation managers, branch managers, district managers and their assistants mostly find it "moderately sufficient". When job experience is considered, less experienced staff and those with medium experience (0-20 years) define their attitude as "hardly sufficient" and "moderately sufficient" whereas those with high and quite high experience (≥21 years) generally define it as "moderately sufficient" ( Table 5 ). On the other hand, when the sufficiency of the in-service training is considered, 92% of the employees (60+22+4) find it "moderately sufficient", "slightly sufficient" and "not sufficient" ( Table 4 ). The attitudes of the employees regarding this matter differ depending on the position with a reliability level of 99% and on the region, department and experience with a reliability level of 95%. Those working in İstanbul, Adana, Antalya, İzmir, Ankara, Bolu, Trabzon and Erzurum define the sufficiency of the inservice training and human resources development activities as "moderately sufficient" whereas those who work in Şanlıurfa mostly define it as "slightly sufficient". When the department is considered, employees at the GDF state "slightly sufficient" and "moderately sufficient" while the employees at the GDNCNP and the GDCDE generally state "moderately sufficient" and "very sufficient". Those as "slightly sufficient" and "moderately sufficient". However, deputy managers of forest enterprises, branch managers, directors and deputy directors of regional forest directorates define their attitude as "moderately sufficient" and "very sufficient". Similarly, employees with less, medium and high experience (0 -30 years) find related activities of the organization "slightly sufficient" and "moderately sufficient". Those with quite high experience (≥31 years), on the other hand, generally find the activities "moderately sufficient" and "very sufficient" ( Table 5 ). The complexity of tasks and responsibilities of national forestry organization and the overload job definition of forest engineers who work as land managers makes the importance of the education and training critical for Turkish forestry. The findings showed that both the undergraduate education and vocational education should be developed especially in the context of social and economic aspect. Also the training program's sufficiency is considered lower by GDF's staff than the others. The main reason of this result depends on the diversity of work, work load, task and responsibilities and also the size of organizational structure of GDF. Thus the priority should be given to this institute. This could affect both the personal and organizational performance.
Fifty percent of the employees working in forestry sector and 82% of the experts state that they mostly require social and economic (economics, management, production-marketing, accounting, planning, law and public relations etc.) knowledge background when they are asked "What kind of knowledge background do you require mostly with your position in the management of forestry activities (planning, organization, operation, and supervision)?" ( Table 4 ). The difference of region, department, position and experience do not significantly affect the employees' attitude related to that aspect ( Table 5) .
Fifty-seven percent of the employees and 70% of the experts answer the question "Do you find the opportunity for self-improvement in your profession and technical issues?" as "moderately sufficient" ( Table 4 ). The difference in department and experience do not significantly affect the employees' attitude related to the subject. However, it has been observed that the attitude of the employees differ depending on the region and position with a reliability level of 99%. According to the scores of Duncan's test which was applied in order to find the difference among the groups, it has been found out that employees in İstanbul, Ankara, Şanlıurfa, Adana and İzmir generally state that self-development opportunity is "slightly" and "moderately sufficient". However, those working in Bolu, Trabzon, Erzurum and Antalya answer the same question as "moderately sufficient" and "very sufficient". On the other hand, engineers, forest chiefs and branch managers state this aspect as "moderately sufficient" whereas managers and deputy managers of forest enterprises and regional forest directorates state it as "moderately sufficient" ( Table 5) .
Self-improvement is also another important factor that affects the organizational success. It was found out that the self-improvement opportunities were commented in different levels by the regions. Especially the participants of the regions with higher development level such as Istanbul and Ankara expressed that they have lower level of related opportunities. The evaluation of this result in human resources management policies could support the regional level activities. The other interesting finding showed that the level of considering the sufficiency of self-improvement opportunities increase by the position. The reason of this result could be the differences between the duty places and conditions of the staff at different organizational levels. In this context, the staff with lower position level should be supported as a general policy.
Results Related to Administrative Competence
In this part of the study, the employees that work as administrator and technical in the forestry organization were asked to consider the sufficiency of themselves, their subordinates, superiors and technical staff about forest resources management, legislative knowledge and also their attitudes about following the research and http://www. Table 6 . The question whether the attitudes of the employees relating the issue differ depending on the regions, departments, position and experience were tested through statistical analyses as well and the results were indicated in Table 7 . As it can be concluded from Table 6 , 60% of the employees working in forestry organization find themselves "moderately sufficient" in forest resources management. The difference of department has no significant effect on the employees' attitudes related to the subject. However, when region and experience are considered, significant effect on the attitude can be seen with a reliability level of 99% and this rate is 95% when position is considered. Those who work in İstanbul, Ankara, Erzurum and Şanlıurfa find themselves "moderately sufficient" in forest resources management, whereas those working in Bolu, Trabzon, Adana, Antalya and İzmir state their competence as "very sufficient" ( and managers of forest enterprises define themselves as "moderately sufficient" while deputy manager of forest enterprises, branch managers, managers and deputy managers of regional directorate mostly find themselves "very sufficient". Besides, less experienced employees and those with medium experience (0-20 years) evaluate themselves to be "moderately sufficient" and those with high and quite high experience (≥21 years) find themselves "very sufficient" ( Table 7 ). 
Sufficiency of subordinates' knowledge in administrative and technical issues
There is no significant difference with respect to region, department, position and experience ----
Sufficiency of technical staff's knowledge in administrative and technical issues
Sufficiency on legislative knowledge
There is no significant difference with respect to region and department ---- 
Following research and development activities
There is no significant difference with respect to region, department, position and experience ----Sixty percent of the participant employees working in the forestry organization think that their superiors are "moderately sufficient" in forest resources management ( Table 6 ). The attitudes of the participants do not indicate a significant difference depending on region and department with a reliability level of 95%. However, when position and experience are considered a significant difference is observed in terms of http reliability levels of 95% and 99% respectively. Engineers, managers and deputy managers of forest enterprises, and branch managers generally define their superiors "slightly sufficient" or "moderately sufficient". Forest chiefs, managers and deputy managers of regional forest directorates on the other hand, generally find their superiors "moderately sufficient" or "very sufficient". On the other hand, less experienced employees (0-10 years) in forest resources management generally find their superiors "moderately sufficient" or "very sufficient". Employees with medium, high and quite high experience (≥11 years) think that their superiors are "moderately sufficient" or "slightly sufficient" ( Table 7) . It can be understood that the higher job experience levels that the employees have mean the less competence attitude on their superiors. Sixty percent of the participants define their subordinates as "moderately sufficient" when their attitude is asked about forest resources management ( Table 6) . Region, department, position and experience difference do not have a significant effect on the attitudes of participants ( Table 7) .
When they are asked about the technical staff, 68% of the participants working in the forestry sector think that they are "moderately sufficient" in forest resources management ( Table 6) . Region, department, position and experience difference do not have a significant effect on the attitudes of participants ( Table 7) . Most of the participants find not only themselves but also their superiors -subordinates and technical staff "moderately sufficient" in forest resources management related issues.
The results showed that the staff defines themselves, their superiors and subornitaes and also the technical staff moderately sufficient in terms of aspects regarding forest resources management. This could be a prominent issue in terms of success of the organization. Determination of the related insufficiencies and their reason could have priority for the forestry sector in Turkey. Thus the key solutions could be designed for improving sustainability of forest resources. Also it was found out that the focus group should be engineers and forest chiefs who are at the lowest position and have much more task and workload. Besides both the managers, land managers and technical staff should be supported about their managerial ability related forest resources.
When the participants are asked as "How sufficient is your knowledge about the law, regulations and instructions etc. related to your position-department?" 52% of them define themselves as "moderately sufficient" on legislative knowledge. 34% state that they are "very sufficient" ( Table 6 ). Region and department difference do not have a significant effect on the attitudes of participants. However, when their position and experience are considered, a significant difference can be observed with a reliability score of 99%. While engineers, forest chiefs and managers of forest enterprises find themselves "moderately sufficient" and "very sufficient" on legislative, deputy managers of forest enterprises, branch managers, managers and deputy managers of regional forest directorates mostly state that they are "very sufficient" ( Table 7) . Particularly mid-level and senior managers such as branch manager, managers and deputy managers of regional forest directorates define themselves as more sufficient on legislative knowledge when compared with the rest of the employees is both ordinary and necessary. Employees with less, medium and high job experience (0-30 years) find themselves "moderately sufficient" and "very sufficient". Those with a quite high job experience (≥31 years) define themselves as "very sufficient" on legislative knowledge ( Table 7) . It can be stated that the more experienced the employees become, the more sufficient they find themselves on legislative knowledge, which is a realistic situation. http When they are asked as "Are you able to follow scientific studies and researches related to forestry?" 12% of the participants answer "Yes"; 26% "No" and 62% "Partially" ( Table 6 ). It is observed that the participants (42%) whose answer is "No" or "Partially", give the answer "I care about them but I am too busy" as an excuse for not being able to follow research and development activities and their outputs. The second most commonly (23%) given excuse is "I don't follow because I don't find them applicable". As it can be concluded here, 65% (42+23) of the employee state that they are not able to follow research and development activities and their outputs because they do not have enough time or they do not follow them because of not believing the activities to be applicable. No significant difference depending on region, department, position and experience can be found related to the subject ( Table 7) .
It was found out that the staff evaluated their legal knowledge sufficiency at a high level. This is a favorable situation in terms of Turkish Forestry because there are lots of problems derived from application of legislations and the sufficiency of the technical staff about legislative issues makes the forestry organization stronger. However, the level of following research and development activities is low. The interaction between research and decision making and also implementation processes of forestry play critical role on organizational success. This potential should be developed by effective mechanisms to strengthen the managerial process of Turkish forestry.
Results Related to Success Mentality
The attitude of the managers, technical staff and the experts about administrative success, most important factors affecting success and success measurement systems were questioned at this part. Related institution representatives and the representatives from NGOs were also asked about their thoughts on administrative success in forestry. The results were given in the Table 8 . Besides, the question, whether participants' thoughts differ depending on region, department, position and experience was statistically analyzed and results were given in Table 9 .
Seventy-for percent of the employees working in forestry sector, 76% of the experts, 63% of related institution representatives and 81% of NGO representatives replied the question "How do you identify administrative and organizational success in forestry?" as "achieving the goals through efficient use of resources". The answer by NGO representatives with the highest rate and accuracy indicates how conscious they are about the issue (Table 8) . Region, department and position difference has no significant effect on the participants' thoughts. However, experience has an effect with a 99% reliability score. According to the Duncan's test score which was performed to find out which group is different, it is understood that the answer "achieving the goals through efficient use of resources" is more common among those with medium job experience (11-20 years) when compared with the answers of those with less, high and quite high job experience (0-10 years and ≥21 years) ( Table 9) .
Fifty-six percent of the employees and 73% of the experts identify "organizational and administrative factors such as organizational structure, administrative competence, number of the staff and their level of education as "the most important factors affecting success" ( Table 8 ). No significant difference depending on region, position and experience can be found related to the subject ( Table 9 ) but, a significant difference is found depending on departments with a reliability score of 95%. According to Duncan's test results, employees working at the GDF and the GDCDE are more likely to identify "organizational and administrative factors" as "the most important factors affecting success" when compared with those working at the GDNCNP ( Table 9 ).
The understanding of success of technical staff is toward achieving the goals through efficient use of resources. The common understanding about organizational success could contribute to coordination and cooperation in the forestry organization. Besides the participants evaluated organizational and administrative factors as the most important factor that affects the organizational success. The forest organization's structure is very complex and had changed many times in the historical period. This situation is seen as the source of many forestry-related problems. Also it is seen that it has effect on organizational success. Thus forming an effective organizational structure and administrative system seem to be a prominent aspect in terms of increasing the success of the organization. Forty-nine percent of the employees, 67% of the experts and 54% of the NGO representatives stated that organizational success should be considered when they were asked about "success measurement system for organizational structure success (performance)" ( Table 8 ). No significant difference depending on region, department, position and experience can be found relating to this issue (Table 9 ). 
. Attitudes on success measurement system
There is no significant difference with respect to region, department, position and experience.
----Success measurement system is an important lack which has direct relations with the performance of staff and whole organization. While improving the system as the participants emphasized objectivity should be the essential principle. In other case the staff would develop a negative attitude towards the organizational justice.
Results Related to Motivation and Reward
Motivation has a great role on employees' willingness of fulfilling their tasks (Newman, 1972) . Therefore, to increase the motivation of the employees shall increase the success. In this part of the study, the participants were asked their attitudes about the relationship between the success at work and designation, promotion and reward, what should be done to raise the motivation of the employees and accordingly to increase the success and how the performance measuring system should be within the structure of the organization. The answers by the participants were indicated in Table 10 and the question whether participants' thoughts differ depending on region, department, position and experience was statistically analyzed ( Table 11) .
Fifty-three percent of the employees answered "there is no relationship", 25% answered "there is a slight positive relationship" and 14% answered "there is an inverse relationship" the question "Is there a relationship between your success at work and designation, promotion, appreciation, premium and being rewarded?" The rate of those who find "very close relationship" is just 8%. The answers of the experts for the same question are as follows: 49% "there is a slight positive relationship", 27% "there is no relationship" and 3% "there is an inverse relationship" ( Table 10) . The difference of region and position has no significant effect on the participants' attitudes. However, it has been concluded that different departments (95% reliability) and different job experiences (99% reliability) have a significant effect on the issue. at the GDF generally think that there is no relationship between success and promotion or being rewarded whereas, the GDNCNP and the GDCDE employees generally think that there is a slight positive relationship. On the other hand, employees with high and quite high job experience (≥21 years) find no relationship while less and mediumexperienced ones (0-20 years) generally think that there is a slight positive relationship ( Table 11 ). Forty-two percent of the employees, 55% of the experts, 72% of the relevant institution representatives and 65% of the NGO representatives answered the question "What should be done in order to raise the motivation/increase the success of the employees in forestry sector?" as "their attitudes should be considered and they should participate in decision-making processes" ( Table 10 ). This approach was found to be dominant in all interest groups. No significant difference depending on region, department, position and experience can be found relating to this issue ( Table 11 ). This is one of the very critical results of the study. As the staff mentioned without contacting the success with designation, promotion, premium, being appreciated and being rewarded then the system could be evaluated as unjust by the staff. Also it's understood that the staff evaluated participation in decision making process and consideration of their attitudes as the main factor in rising the motivation and success. It should be considered in the context of national level policies on both decision making process and human resources management. Providing active participation of the staff would also support the participatory management mechanism which is also a lack for Turkish forestry. This result could also be a starting point of the new researches regarding administration and organizational behavior related studies for the country and the similar countries. There is no significant difference with respect to region, department, position and experience.
----
Discussion
The results of the study are important in terms of contribution of related national policy making process. Also the results contribute to analyze regional differences and gives opportunity to focus on local level decisions. Both the national and regional level findings can guide to the countries where the forests are publicly managed. Also the results represent the problems and trends of the forestry organizations that have complex organizational structure and managed centrally. Thus the study contributes to international literature and expresses decision makers in national and regional level managers of forestry organizations which have public institution characteristics.
In the study, the most important factors (education and self-development, administrative competence, success mentality, motivation and rewarding) affecting administrative and organizational success in the forest resource management of Turkey were analyzed and evaluated from the perspectives of staff, experts, representatives of related institutions and NGOs. According to the results, a great majority of the participants' think the undergraduate education is insufficient. However, it is seen that as the task duration increases the belief on the education provided by the faculties be sufficient increases as well. It is known that the rate of courses with socioeconomic content, accordingly socioeconomic aspect, is more important in forestry education and training in countries where modern forestry understanding is dominant (Geray, 1991 (Geray, , 1993 Lorincová et al., 2016) . In some of the researches conducted in the country (İnal, 1968; Kalıpsız et al., 1969; Pamay et al., 1973; Çepel, 1984; Daşdemir, 1998) , it has been determined that forest engineers mostly need courses with socioeconomic content whereas courses related to management and organization, public relations, decisionmaking methods and scientific research methods dominate provided education. The rate of the courses with socioeconomic content in the curriculum of forestry education in some of the universities in the USA, Australia and Sweden, differs from 23% to 36% while this rate is only 14 %-17% in Turkey (Elands et al., 2004) . Therefore, the education system given in the forest faculties should be rearranged as compatible with contemporary forestry approach by considering the attitudes of all partners on the issue, particularly applied training and courses with socioeconomic content should be focused on. http A large part of the participants' state prevocational and in-service training activities to be insufficient which suggests that prevocational and in-service training activities related to the profession should focus on self-improvement of administrators and technical staff besides being solution-oriented. It is observed that former studies had come a similar conclusion (Yurdakul, 2005; Şenyaz, 2008; Şafak, 2008) .
Turkey forestry organization has encountered structural changes for several times due to political decisions that are not based on scientific foundations and that lack of participation principle and consequently the problems with administration, organization, planning, supervision etc. has increased and it has encountered problems in achieving organizational goals. Whereas it is necessary to increase the number of those who actually run the business within this context, it is seen that the number of senior managers had raised and the majority of the staff had gathered at the central organization.
Most of the employees, experts, relevant institution representatives and NGO representatives state that "the employees' attitudes should be considered and they should participate in decision-making processes" when the issue "What should be done in order to raise the motivation/increase the success of the employees in forestry sector?" is asked. No significant difference depending on region, department, position and experience can be found related this issue. In a study carried out among the technical staff employed at the İstanbul Regional Directorate of Forestry Yurdakul Erol and Köse, 2017) ; the most satisfying factor is stated to be "the characteristic of the job to enable someone to do something for others". The second most satisfying component about the occupation is stated to be that "the job gives a chance to be a respectable person in the society". "To be able to find the opportunity to guide people" and "employment security" are also found to be other satisfying points of the occupation. As it can be understood from these results, regarding the employees' attitudes, participation in decision-making processes, the idea of being socially beneficial and the desire to be respected in the society should be used as means of motivation in forestry organization.
Organizational success (performance) is a multi-dimensional concept that indicates the level of achievement to organization goals according to contemporary management approach. Performance measurement systems that are not well designed prevent the organization from successfully adapting to the competitive environment. Because, performance measurement with incorrect methods leads to a reduction in the accuracy of the data that will support the application. In this context, it has been concluded that Measurement and Evaluation Center for Success to be established under Ministry or General Directorate should measure the organizational success by using some objective criteria and depending on the records of the organizations. This shows that the presence of a system based on entirely objective criteria without discrimination (attitudes, beliefs, race etc.) is preferred by the employees. Consequently, success measurement system which will be applied in this manner should form the basis for the institutional structure of forestry organization in Turkey and for promoting organizational success.
Conclusion
To achieve organizational success, determination of related problems by considering both internal and external stakeholders is an essential aspect for Turkish forestry. Also APPLIED ECOLOGY AND ENVIRONMENTAL RESEARCH 17 (4) focusing on differences between the stakeholders and regions supports development of specific and solution-oriented decisions and implementations. Especially education and training is one of the important factors that affect the organizational success as an instrument. Insufficiency about knowledge on socioeconomic issues was found out and then the observed prominent problems were parallel to this content. Besides, the interaction between scientific researches and forestry organization is the other key factor what could have direct affect on improvement of forestry organizations' success. The Turkish forestry experience also showed that the foremost factor that affects organizational success is related with organizational and administrative issues. The role of participatory management and objective performance measurement system was considered as the main components of success in Turkish forestry organization. These issues should be considered in forestry-related national level policy and strategy making processes immediately. Further, focusing on region and local level properties could increase the success of implementations of these policies and strategies.
